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Abstract 
The Hungarian-Slovenian-Croatian cross-border region, whose disadvantageous situation and hardship was dealt with by several 
authors, is placed in the focus of our research. Being aware of these facts it is conceivable that the subsidies from various 
proposal sources are of high importance for the cross-border region, especially those that support co-operation and region 
development and these proposals can become one of the primal movers of development. In our study the projects implemented in 
the concerned Hungarian, Slovenian and Croatian counties were involved in the Hungary-Croatia IPA Cross-border Co-operation 
Programme 2007-2013 and in the Slovenia-Hungary Cross-border Co-operation Programme 2007-2013 as well as the knowledge 
transfer methods in the managing organizations were analyzed. Each of the studied organisations belongs to the non-business 
sector as local government, school, foundation or association. It was characteristic of these studied organizations that in the 7-
year cycle of the given programmed period they were involved in implementing several projects; therefore, the transfer of the 
managerial and professional knowledge gained in certain proposals could be of crucial importance in case of further projects. As 
a result, the aim of the research was to assess the correlation between knowledge transfer within these non-business organisations 
and the success of the projects. The analysis is timely and fills a gap since both studied programmes were closed in 2013 and the 
financed projects were finished in 2014; therefore, it explores significant information and correlations with regard to the projects 
of the programmed period to be closed for both the Joint Technical Secretariats and the Intermediate Bodies as well as for the 
applicants.  
© 2015 The Authors. Published by Elsevier Ltd. 
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1. Introduction 
The cross-border region was given a role of utmost importance in our research. As we see it, it is worth dealing 
with this region since the cross-border regions are often considered to be in a peripheral situation, which implies a 
number of drawbacks. At the same time, this classification does not necessarily mean a disadvantageous position 
since the fact of being located by the borders bears a great number of opportunities and co-operation potential, 
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thanks to which the cross-border regions can achieve economic development (Mackinder, 1996). The cross-border 
projects that have been running for many years in different forms may serve this purpose directly since they can help 
regions combine each others’ comparative advantages (Hardi, 2000). Accordingly, the subject of our study was the 
projects financed by the Hungary-Croatia IPA Cross-border Co-operation Programme 2007-2013 as well as by the 
Slovenia-Hungary Cross-border Co-operation Programme 2007-2013. In the programming period starting from 2014 
and lasting until 2020 the European Union sets up new priorities, whose framework allows new calls for proposals to 
be published. Those organizations that previously applied and won have an added competitive advantage with their 
experiences; however, it is questionable whether they can re-use the previously gained knowledge, whether they are 
able to use the amount of support appropriately and to implement successful projects. Our research answers these 
questions among others.  
II. Knowledge transfer within the organization 
Thanks to the spreading of the more and more intensive globalization processes and the IT applications, the 
potentials and the difficulties of knowledge transfer have become the focus of attention in the past few years 
(Ratcheva, 2009:206), learning and knowledge transfer within the organization both became crucial tasks in the 21st 
century not only in the field of project management. As a result, nowadays a new field of science, human resource 
management is partly destined to support that knowledge transfer. 
According to Kathiravelu and her colleagues, knowledge can be ranked among the important business tools of the 
organization and sharing it within the organization can contribute to maintaining the required performance and to 
success (Kathiravelu et al., 2013:119). Maintaining and sharing knowledge within the organization is also important 
according to Grant since not the knowledge itself but its integration is able to provide competitive advantage for the 
organizations (Grant, 1996:112-113). 
Knowledge transfer is a factor of high importance in building and expanding corporate memory. Certain authors 
claim that this question has strategic importance (Újhelyi, 2001:33). All these are true for the field of project 
management as well, where the current calls for proposal and the accepted tasks require the appropriate project 
manager and project team to be set up in order to implement the project successfully. Thus, this field of human 
resource management is a topic to be dealt with in relation to projects.    
Since the projects not only bear the possibilities to develop new competencies but also the ability to re-use that 
gained knowledge, the project management researchers of our time have realized that increased attention should be 
paid to how learning within the organization and developing competencies can be made easier in the project 
environment. Projects, therefore, can contribute to knowledge transfer. As Söderlund put it, projects are such arenas 
and areas where different knowledge elements can be integrated (Söderlund, 2008:519). In addition to that, the 
knowledge and experience gained in certain projects (e.g. technological knowledge, documentation, routine 
procedures and ideas) can be saved for later projects. These factors can ensure that the organization will not make 
the same mistakes project by project. (Söderlund, 2008:524). 
In their research, Reich and his colleagues verified that a higher level of applying knowledge management shows 
a positive correlation with the depths and size of project based knowledge, which was defined by the authors as a 
combination of technical and organizational knowledge as well as of the information in relation with business 
values. However, the research also proved that there is no correlation between the level of knowledge management 
and the project performance (Reich et al., 2014: 594). In our own research we wish to review this conclusion with 
reference to proposal projects.  
According to the research of Bassi, projects and their management create conceptual, networking, corporate and 
experiential knowledge; however, since the people implementing the project typically either return to their original 
scope of activities or start a new project after closing a project, this knowledge is not reused and is not built in to the 
corporate memory. The accumulated knowledge is not formed and archived. It is not effective either with respect to 
time or to finances since the knowledge gained by the organization before is not exploited in new projects (Bassi, 
2014:460).  
Based on the aforesaid it can be concluded that knowledge transfer within the organization is an exceptionally 
important factor, which can save time and financial resources for the organization and furthermore, it can provide a 
competitive advantage. On the other hand, practice shows that organizations are seldom able to utilize the 
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knowledge from their previous projects and in most cases they fail to re-use the formerly gained knowledge 
(Duffield-Whitty, 2014). 
As we see it, in the field of managing cross-border projects sharing the accumulated knowledge is also a crucial 
factor since small-scale differences can be detected in the accounts of certain calls for proposal and won projects; 
therefore, the gained knowledge could be used forthwith in case of further projects. However, such measures cannot 
be experienced in this field, either and its main reason is that organizations do not permanently employ such 
colleague who would be responsible for international, cross-border projects. It is characteristic that a new manager is 
involved in new projects so the knowledge gained in previous projects cannot be directly exploited. It is also 
essential to note that the managers implementing these cross-border projects, who are typically assigned for a certain 
project, do not have the opportunity to transfer the gained knowledge since in most cases the employing organization 
is not open to welcome this knowledge. 
According to the traditional approach of increasing organizational competencies and memory, there are on-the-
job and off-the-job tools to improve organizational competencies.  Table 1 presents their summary.    
In the traditional sense, on-the-job trainings provide an opportunity for newly employed members of the 
organization to fit in more easily and during which the new employee can get to know the corporate procedures, 
rules and processes in order to apply them with confidence in later tasks. According to scientific literature, this 
method is the most frequently used to transfer knowledge since it can be used on any level of the organization.  Job 
rotation and substitution are among the most widespread tools of improving work competencies, which primarily 
serve the function of sharing practical and technical knowledge (Tabassi-Bakar, 2008:479). As the experts see it, off-
the-job trainings are more suitable for improving personal and problem-solving skills. The most popular methods 
among these are attending lectures and resolving study films and simulation exercises, which improve the above 
mentioned skills (Tabassi-Bakar, 2008:479-450). 
 
Table 1: Comparison between on-the-job and off-the-job trainings 
 on-the-job training off-the-job trainings 
emphasis of training getting the job done learning basic facts and skills 
ultimate goal developing “best practices” “knowing” 
knowledge dynamic, situated and practice-oriented static, decontextualized, general 
topics arise from and embedded in work situation given by curriculum 
scope of learning individual, group, organization primarily individual 
Tabassi-Bakar, 2008:479 
 
The above mentioned elements can be applied in the field of project management with restriction. According to 
Savaneviciené and her research workers, managers primarily learn the most while performing a certain task at work 
based on the “learning by doing” principle; therefore, relying on these findings, job rotation, horizontal promotion, 
widening the sphere of activities, apprenticeship trainings, coaching, mentoring and tasks in different committees 
help the organization gain individuals’ knowledge (Savaneviciené et al, 2008:85). 
Typical on-the-job trainings can be: job instruction, coaching, mentoring, job rotation. 
Typical off-the-job trainings can be: lecture talk, discussion, case study, roleplay, simulation, group dynamics, T-
group training, workshop, vestibule training, assertiveness training, distance learning, outdoor training (Armstrong, 
1999:479; Ujhelyi, 2001:35) 
In our opinion, from the above mentioned list job rotation, horizontal promotion and widening the sphere of 
activities can mainly support and develop already practising project managers in order to allow them to get to know 
the tasks assigned to the project they are responsible for from the widest perspective possible; whereas 
apprenticeship trainings, coaching and mentoring can be a support for inexperienced project managers.   
The training module elaborated by Berggren and Söderlund was created explicitly for project managers and it 
facilitates the knowledge transfer among them. This module-based system identifies six knowledge transfer steps, 
which are the following:   
x Reflection reports are means to elaborate individual lessons learned, to start the integration of theory and 
experience, and to articulate implications at the personal as well as the organizational level; 
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x Personal learning contracts constitute a format for establishing learning targets and are being uses in participant-
tutor discussions of behavioural changes and new goals; 
x Roundtable examinations test both literature knowledge and the participants’ ability to connect theory to their 
practical organizational knowledge. The aim to create a common frame of reference and to foster the sharing of 
reflections with other participants; 
x Live cases cause faculty, students and external managers to expand the participants’ personal experience and 
integrate new theories by program-mediated quasi-experience; 
x Action-oriented thesis work relate participants to selective theoretical sources and suggest solutions for practical 
implementation; 
x The organizational knowledge theatre is a public event at a sponsoring organization where participants dramatize, 
discuss and diffuse outcomes from their thesis work (in the last year according to the authors); therefore 
encouraging their co-workers to follow the above mentioned steps (Berggren-Söderlund, 2008:291). 
 
As we see it, the above model contains steps that could be interpreted in case of (cross-border) proposal projects 
since calls for proposals have similar elements, where the previously gained experience can be implemented in a 
new proposal or in another one coordinated by another employee. Based on our observations, roundtable discussions 
and live cases are the most common examples in the six-step modular structure; however, seldom are studies made 
about the well-implemented projects or about those that were less successful. 
Duffield and Whitty drew up their scheme in three stages about knowledge transfer within the organization: 
x identification: all the above mentioned techniques can be listed in this stage, such as after action reviews, lessons 
learned sessions, project debriefings, close out meetings, post project appraisals, case study exercises, project 
milestone reviews and other audits; 
x dissemination: disseminating and transfer of the gained and identified knowledge fundamentally refers to the 
opportunities of storing, verification, retrieving, knowledge sharing and training; 
x application: the widespread application of the gained and disseminated knowledge can be a crucial strategic 
question in the life of an organization, which can be supported for instance by a project learning roadmap that 
consists of the following three main components: key elements, actions, implementation guide (Duffield-Whitty, 
2014). 
 
In their research, Prencipe and Tell focused on the opportunities of knowledge transfer to be used explicitly in the 
field of project management and formulated its methods on individual, group and organizational level. According to 
their view, the three stages of knowledge transfer are experience accumulation, knowledge articulation and 
knowledge codification. In their studies, the authors formulated which procedures can be applicable and useful on 
which level of the three stages of the knowledge transfer. Based on the theories of Prencipe and Tell, the primary 
objective of the organization with regard to knowledge transfer between projects is to accumulate the experience of 
individuals or team members through informal corporate routine and to link the knowledge with other projects.  
Project management camps, establishing professional networks and sharing information among projects can serve 
this purpose. The final goal of knowledge transfer is to put the accumulated knowledge in a frame and to make it 
available (Prencipe and Tell, 2001). 
It can be ascertained that developing organizational project skills does not mean acquiring new knowledge 
exclusively but also repeating the already running routines continuously. All this is necessary since project managers 
face newer and newer challenges day by day, which means that developing competencies is practically a constant 
process in their lives. (Söderlund et al., 2008:518).  
III. The methods of analyzing the success of the project, factors influencing success 
To judge whether a project is successful is not an exact science and there is not a single right solution or exclusive 
approach to it. The related scientific literature is remarkably diverse; several researchers made efforts to define 
objective, measurable indicators to measure success. Among them the most frequently referred authors are 
undoubtedly Baker-Murphy and Fisher, who formulated project success in 1983 as such: a project can be considered 
successful if it is implemented within the set budget frames and set time and on the expected quality level (Baker et 
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al., 1983:902-909). Therefore, a project is successful if it fulfills these boundary conditions (required by the 
principal) and it is regarded unsuccessful if it does not fulfill these conditions. In relation to defining success, the 
work of the above mentioned authors can be regarded as exceptional since the  dimensions they drew up served the 
basis of further concepts of success and the threefold boundary condition; in other words, the magical triangle of 
projects is the most widely used method to measure success up to these days.  
Success factors determine the efficiency and successfulness of a project. The selection of these factors was 
compiled by Dancsecz (Table 2). Innumerous components, which influence the successfulness of a project, could be 
listed although they change from project to project and may differ from one another according to Prabhakar 
(Prabhakar, 2008:7). 
 
Table 2: Success factors of projects  
Author Success factors 
Baker at al. (1983) co-ordination and connections, project structure and appropriate control, project importance and 
publicity, checking and highlighting success criteria 
building internal capacities 
Pinto-Slevin (1988) project mission, support of senior management, schedule, consultation with client, personnel, 
technical performance , result acceptance, monitoring and feedback, communication, trouble 
shooting 
Gemünden-Lechler (1990, 1997) project characteristics: importance, complexity, project environment; project actors’ 
characteristics: senior management, project manager, project team; project functions: attendance, 
planning and control, information and communication 
Cooke-Davies (2002, 2003) Project management-activities: clear and feasible project goals; setting up an effective project 
team; ensuring sufficient resources; efficient risk management and performance measurement; 
defining scope of activities and supervision;  
Project success factors: commitment of those concerned; effective supporting management and 
process system; co-operation of project management and functional management 
Deliberate project success factors:improving processes; effective portfolio- and programme 
management, methods; organizational learning 
Leung et al. (2003) Factors connected to project tasks: the nature of the project; defining fundamental values; goal 
specification 
Factors connected to project team: practical experience; scope off activities; co-operation and 
attendance; communication; commitment to the goal 
Dancsecz, 2008:86 
 
Several models are drawn up to measure the life cycle and the success of projects. Nevertheless, nowadays the 
focus is shifted to human resources and competencies more and more. Thus, it can be assumed that the 
successfulness of projects is essentially influenced by the organizational background as well as by the human 
relations.  
Although an insignificant part of the project success researches deals with the so-called ‘soft’ side - namely with 
the human factor - of project management according to Kloppenborg and Opfer (Kloppenborg-Opfer, 2002:5–19), 
several human and organizational factors can be found while looking over the scientific literature of the recent years. 
Researches carried out in the mid-1990s established that communication, team work and the managerial style 
were essential components of the efficient human resource management within projects and also pointed out that 
these factors are required to achieve the project goals (Verma, 1995:20, 1996:212-213). 
In their researches, Pinto et al. demonstrated significant correlation between the quality of work relationships and 
the success of the project. In their study attention was called to the fact that trust is a success factor of high 
importance in projects based on various partnerships.  (Pinto et al., 2009:638-644). It is extraordinarily relevant in 
such co-operation projects like the cross-border programmes, where at least one partner on each side of the border is 
needed to complete the partnership from both sides.  
Yang and his research group mention the role of the project manager as a crucial project success factor in more 
and more of their works (Yang et al., 2011:258). In their researches it was verified among others that the intensity of 
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the team work (that includes communication, co-operation and unity) is in close connection with project success 
(Yang et al., 2011:263-265).  
The above clearly suggests the role and significance of the individual in the successful implementation of 
projects; therefore, it cannot be excluded in our success studies; furthermore, the analysis of human factors has 
become an essential research area in the past few years.     
IV. The methodology of the research 
During the empirical research we mapped the success factors of the cross-border co-operation projects as well as 
the knowledge transfer characteristics of the operating structures involved. We used the elements of the classical 
magic triangle (quality, costs and time) - that may be relevant to projects - in the assessment of project success. In 
order to reveal the methods of knowledge transfer we analyzed several on-the job and off-the job developmental 
techniques as well as other means aiming at knowledge transfer.   
For the sake of data collection we carried out a survey with the help of questionnaires; the geographical area of 
which was given by the geographical boundaries of the two examined programmes since the organizations of the 
counties recorded in the documents of the Hungary – Croatia IPA Cross-Border Co-operation Programme and the 
Slovenia – Hungary Cross-Border Co-operation Programme can take part. Among the statistical procedures the 
methods surveying the entire population provide the most complex picture concerning the population as the subject 
of the survey. According to this, we tried to inquire the entire base population during our research and sent our 
questionnaire to every organization in the two surveyed programmes. The data collection started in June, 2014 and 
finished in September in the same year. So we sent altogether 656 questionnaires to the three countries. It concerned 
307 Hungarian, 238 Croatian and 111 Slovenian project managers. From those asked 105 Hungarian, 73 Croatian 
and 35 Slovenian respondents answered. We consider the 33% response rate an outstandingly good one for several 
reasons. One reason is that the respondents formed a representative sample according to the certain represented 
countries. 
V. The result of the research 
Regarding the development of organizational competencies and knowledge transfer we carried out simple 
statistical analyses during which we established that in all three countries the off-the-job knowledge transfer 
techniques (lectures, participation in workshops) prevail: 34.3% of the Hungarian, 38.7% of the Croatian and 35.4% 
of the Slovenian organizations used this tool.    
We carried out the categorical principal component analysis of the nominal variables in order to test the relevance 
of the different techniques offered by the scientific literature and also chosen by ourselves in the surveyed area. As a 
result of the categorical principal component analysis, the existence of three principal components was justified out 
of the 20 variables originally involved, which contained 15 elements: 
x on-the-job knowledge development  
o operation of the coaching system 
o mentoring 
o employing a tender advisor 
o employing a public procurement advisor 
x off-the-job knowledge development  
o participation in trainings 
o solving and discussing case studies 
o simulation, teamwork 
x systems promoting knowledge transfer 
o setting up professioanl working groups 
o discussions regarding situations and solving problems 
o discussions aimed at project experience and knowledge sharing   
o evaluation sheets for revealing skills and competencies 
o intra-organizational phone line 
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o IT solution supporting knowledge sharing; document sharing system 
o tender monitoring systems, data bases 
o decision support systems 
5.1 The grouping of the surveyed organizations on the basis of the knowledge sharing factors 
On the basis of the three variables defined by the categorical principal component analysis, by means of cluster 
analysis we formed groups of the surveyed organizations in order to reveal the knowledge sharing tools used by 
them. 
On the basis of the three principal components we formed the following five clusters: 
x on-the-job developers: knowledge transfer and sharing activity during work is typical of these organizations so 
certain elements of coaching and mentoring as well as tender and public procurement advisors can be found in 
the organizations but, at the same time, the development outside working hours is less than average. These 65 
organizations have low indicators in connection with systems promoting knowledge sharing, too; 
x off-the-job developers: in the case of the organizations belonging to this cluster the developments outside 
working hours are outstanding (participation in trainings, solving case studies and simulation) and they also have 
the necessary systems supporting knowledge sharing. On the contrary, these organizations lag behind concerning 
development at the workplace. We identified 15 organizations like that in the surveyed region; 
x those lagging behind: as far as the three categories are concerned, these organizations perform at a level that is 
much lower than the average and do not possess any tools of knowledge sharing. As it was presented in 
connection with scientific literature chapters, this phenomenon is frequent in the surveyed region, especially in 
the case of projects – we found 81 organizations like that;    
x those having a support system: it is typical of the members of this cluster that the necessary knowledge sharing 
systems are at their disposal in an outstanding way, that is, different workshop meetings are constantly held and 
from technological point of view there are solutions that promote sharing documents, supporting decisions and 
efficient communication. However, they show a value under average regarding the use of conscious on-the-job 
and off-the-job developmental techniques. 42 institutions can be included in this cluster; 
x those professional at knowledge transfer: during our research we identified 10 institutions that may be considered 
professional at knowledge transfer because they achieved outstandingly high values in the field of on-the-job and 
off-the-job knowledge developmental techniques. Moreover, they also possess the necessary corporate systems 
supporting knowledge sharing. 
5.2 The analysis of the correlation between knowledge transfer and project characteristics 
During our research, by means of factor analysis we identified the success factors of the projects realized within 
the surveyed constructions. With a 0.841 KMO value the analysis justified the existence of three success factors that 
condensed 9 out of the original 16: 
x Time factor: the activities were completed by the deadline; the project closure was carried out in the planned 
time; the deadlines for reporting and providing corrections were kept. 
x Satisfaction of the applicant organization: the outputs of the project were realized; the indicators of the project 
were achieved; the project activities were completed.  
x Satisfaction of the target groups: the project was able to address its target groups; the target groups showed 
satisfaction; the members of the target group took part in the different project events.   
 
On the basis of these variables we grouped the operating structures into clusters, then by means of cross 
tabulation analysis we investigated the correlation between the success clusters and the knowledge transfer clusters 
(Table 3) 
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Table 3: The correlation between knowledge transfer and project success 
 
As Table 4 shows, mostly those project organizations that are classified as ‘successful’ according to the clusters 
based on the project success criteria take the lead in sharing knowledge as 60% of the group of ‘those professional at 
knowledge transfer’ belong to the ‘successful’ group. We can also see that the organizations carrying out 
‘successful’ projects choose on-the-job development in the biggest proportion (26.5%). This is followed by the 
different tools (18.4%) and the last one is off-the-job development (7.1%). In the ‘less successful’ category we 
cannot find any organizations at all that are ‘professional at knowledge transfer’. Furthermore, 30.3% of these 
organizations belong to the group of ‘those lagging behind’ as far as knowledge transfer is concerned. The facts and 
figures show a diverse picture, which, in general, allows us to conclude that knowledge transfer within the 
organisation does not necessarily define the success of the studied projects clearly. However, it is visible that those 
who are successful in transferring knowledge (that is, they apply both on-the-job and off-the-job knowledge 
development techniques; moreover, they are in possession of the necessary corporate systems that support 
knowledge transfer) managed mostly successful projects. Even if significant correlation cannot be revealed between 
the two variables, the beneficial role of the comprehensive knowledge transfer methods can be acknowledged in the 
successfulness of projects.  
 
By means of cross tabulation analysis we compared the clusters investigated by knowledge transfer tools with the 
other general characteristics of the projects (Table 4).  With a 0.198 Cramer V value in the sample there is 
significant correlation between the knowledge transfer clusters and their country: the Hungarian organizations prefer 
on-the-job knowledge development as 40.7% of the surveyed Hungarian organizations belong to this cluster. In our 
opinion it can be due to the fact that in the bigger institutions there is a contracted tender manager and public 
procurement advisor who can facilitate the work of the organizations and may contribute to the transfer of 
knowledge from one project to the other. Almost half (41.7%) of the Croatian respondents belong to the group of 
 knowledge 
transfer 
clusters: on-
the-job 
developers   
knowledge 
transfer 
clusters: off-
the-job 
developers  
knowledge 
transfer 
clusters: those 
lagging 
behind 
knowledge 
transfer clusters: 
those having a 
supporting system 
knowledge 
transfer clusters: 
those professional 
at knowledge 
transfer 
sum 
success 
clusters: those 
focusing on 
inner 
satisfaction 
value 20 4 20 12 1 57 
success % 35.1% 7.0% 35.1% 21.1% 1.8% 100.0% 
knowledge 
transfer % 
30.8% 26.7% 24.7% 28.6% 10.0% 26.8% 
success 
clusters: those 
struggling with 
timing 
problems 
value 8 1 10 3 3 25 
success % 32.0% 4.0% 40.0% 12.0% 12.0% 100.0% 
knowledge 
transfer % 
12.3% 6.7% 12.3% 7.1% 30.0% 11.7% 
success 
clusters: those 
being less 
successful 
value 11 3 10 9 0 33 
success % 33.3% 9.1% 30.3% 37.3% 0,0% 100.0% 
knowledge 
transfer % 
16.9% 20.0% 12.3% 21.4% 0,0% 15.5% 
success 
clusters: 
successful 
value 26 7 41 18 6 98 
success % 26.5% 7.1% 41.8% 18.4% 6.1% 100.0% 
knowledge 
transfer % 
40.0% 46.7% 50.6% 42.9% 60.0% 46.0% 
sum 
value 65 15 81 42 10 213 
success % 30.5% 7.0% 38.0% 19.7% 4.7% 100.0% 
knowledge 
transfer % 
100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 
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‘those lagging behind’. Nevertheless, if we accept that in Croatian institutions a lot of graduates get project manager 
tasks, then their support would be especially necessary in the case of these institutions. In the circle of the Slovenian 
organizations the proportion of ‘those lagging behind’ is also outstandingly high. 
 
Table 4: The correlation between knowledge transfer clusters and the surveyed countries 
 knowledge 
transfer 
clusters: on-the-
job developers  
knowledge 
transfer 
clusters: off-
the-job 
developers  
knowledge 
transfer 
clusters: those 
lagging 
behind 
knowledge 
transfer clusters: 
those having a 
supporting system 
knowledge 
transfer clusters: 
those professional 
at knowledge 
transfer 
sum 
H
un
ga
ri
an
 
value 44 5 33 22 4 108 
country % 40.7% 4.6% 30.6% 20.4% 3.7% 100.0% 
knowledge 
transfer % 
67.7% 33.3% 40.7% 52.4% 40.0% 50.7% 
C
ro
at
ia
n 
value 16 7 30 16 3 72 
country % 22.2% 9.7% 41.7% 22.2% 4.2% 100.0% 
knowledge 
transfer % 
24.6% 46.7% 37.0% 38.1% 30.0% 33.8% 
Sl
ov
en
ia
n 
value 5 3 18 4 3 33 
country % 15.2% 9.1% 54.5% 12.1% 9.1% 100.0% 
knowledge 
transfer % 
7.7% 20.0% 22.2% 9.5% 30.0% 15.5% 
su
m
 
value 65 15 81 42 10 213 
country % 30.5% 7.0% 38.0% 19.7% 4.7% 100.0% 
knowledge 
transfer % 
100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 
 
VI. Summary 
During our research we looked for the answer to the question which knowledge transfer tools are preferred by the 
organizations implementing cross-border co-operation projects and if there is any correlation between the success of 
the projects and the knowledge transfer methods. During our research we realised that in accordance with today’s 
international and global tendencies there is no remarkable difference among the project management methods of the 
three studied countries in terms of knowledge transfer. However, the fact was astonishing that the majority of the 
consulted organsations preferred the passive knowledge, in most cases acquired at schools, provided by off-the-job 
trainings to the active one. As the principal component analysis reinforced, the participation in courses, the 
discussion of case studies and possibly simulation realized in groupwork came into the limelight. The reasons for 
this could be that interpersonal relationships are not common at workplaces mainly in individualistic and uncertainty 
avoiding cultures; therefore, the culture of personal coaching or mentoring is not widespread in these countries, 
either. Another important result of the research is that the various technical devices supporting knowledge transfer 
cannot be considered popular or well-known elements in case of cross-border organizations. According to our 
observation, it partly accounts for the fact that the studied organizations, which implement proposal projects, are 
non-business organizations, where the operation is not controlled by making profits; therefore, the focus is not 
explicitly on applying up-to-date management tools (such as decision support systems, competence evaluation sheet 
or knowledge map). In addition to these, the distance from the centre can be a reason for the small-scale application 
of knowledge transfer support systems. 
Based on the above, the participating organization and the managing authority are recommended to facilitate the 
expertise in knowledge transfer techniques for organizations. One of the outstanding methods to do so could be to 
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extend preparatory workshops before projects e.g. sharing the experiences of previous projects, introduction to the 
application of file sharing systems.    
For project partners, adopting and popularizing on-the-job techniques are recommended besides the above. 
Coaching and mentoring are not widespread in the culture of the current nations and organizations; however, it 
could be of great importance with regard to efficient knowledge transfer. The management of certain projects can 
hardly be acquired from books or like a school system. On-the-job knowledge transfer can be a more effective 
method to share personal experiences.  Therefore, introducing the mentor scheme and the junior and senior project 
manager positions can be beneficial for the non-business sector as well. 
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